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guide includes local and/or statewide information about training, current wages and job
prospects, skills requirements, and day-to-day tasks.

e The California Department of Industrial Relations (www.dir.ca.gov/das) - provides job
seekers access to search for apprenticeship programs by individual counties and
occupations.

e Labor Market Info ( LMI allows you to explore a new career, compare occupational
profiles, or find out what jobs are the most in demand in your local area.

e Career Outlook (formerly Occupational Outlook Quarterly) ( Career Action Resources
specializes in best-practice assessments and action planners used by workforce,
employment, and career services to guide job seekers and the unemployed in getting
hired. With nearly 20 years of experience in workforce development publishing, career
resources staff creates Layoff-to-Employment Action Planner (LEAP) and Your
Employment Search (YES).

Possible Focus Group Questions

e What type of information do you think would be most helpful for women who think
they may be making less than men where they work but are doing substantially
similar work? Studies and Reports? First hand testimony from women who have
gone through similar wage problems at work? Job counseling? Information on legal
or union representation? Information on agency regulations around the gender
wage gap?

e What information do you think might be missing from the above list of resources?

e How could Task Force resources be used more effectively?

If you feel that you previous efforts to get clarity or equity have not worked:

How to file a gender equity claim under the Fair Pay Act of 2015 (Stage Ill, taken from DIR
website)

California Equal Pay Act: Frequently Asked Questions

For decades now, the California Equal Pay Act has prohibited an employer from paying its
employees less than employees of the opposite sex for equal work. On October 6, 2015,
Governor Brown signed the California Fair Pay Act (SB 358), which strengthens the Equal Pay
Act in a number of ways, including by:

e Requiring equal pay for employees who perform “substantially similar work, when
viewed as a composite of skill, effort, and responsibility.

o Eliminating the requirement that the employees being compared work at the “same
establishment.”

e Making it more difficult for employers to satisfy the “bona fide factor other than sex”
defense.

e Ensuring that any legitimate factors relied upon by the employer are applied reasonably
and account for the entire pay difference.
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o Explicitly stating that retaliation against employees who seek to enforce the law is
illegal, and making it illegal for employers to prohibit employees from discussing or
inquiring about their co-workers’ wages.

e Extending the number of years that employers must maintain wage and other
employment-related records from two years to three years.

This document contains answers to frequently asked questions about California’s Equal Pay Act
(CA Labor Code section 1197.5), which was amended by SB 358 (Statutes of 2015).

Q: When do the amendments to California’s Equal Pay Act take effect?

A: Governor Brown signed SB 358 into law on October 6, 2015. SB 358 makes several changes
to California’s Equal Pay Act. These amendments took effect on January 1, 2016.

Q: What does the new law provide?

A: The amended Equal Pay Act prohibits an employer from paying any of its employees wage
rates that are less than what it pays employees of the opposite sex for substantially similar
work, when viewed as a composite of skill, effort, and responsibility, and performed under
similar working conditions.

Q: What does “substantially similar work” mean?

A: “Substantially similar work” refers to work that is mostly similar in skill, effort,
responsibility, and performed under similar working conditions. Skill refers to the experience,
ability, education, and training required to perform the job. Effort refers to the amount of
physical or mental exertion needed to perform the job. Responsibility refers to the degree of
accountability or duties required in performing the job. Working conditions has been
interpreted to mean the physical surroundings (temperature, fumes, ventilation) and hazards.

Q: What are the key differences between the old Equal Pay Act and the amended Equal Pay
Act?

A: The main differences are that the new law:

¢ eliminates the requirement that the jobs that are compared must be located at the
same establishment;

e replaces a comparison of “equal” work with a comparison of “substantially similar”
work;

o makes it more difficult for employers to justify unequal pay between men and women;

e adds new express anti-retaliation protections for workers that assist employees with
bringing claims under the Act;

e provides that an employer cannot prohibit workers from disclosing their wages,
discussing the wages of others, or inquiring about others’ wages.

Q: Under the new law, what do | have to prove to prevail on my Equal Pay Act claim?

A: Under the new law, an employee must show that he or she is being paid less than an
employee or employees of the opposite sex who is performing substantially similar work. The
employer must then show that it has a legitimate reason for the pay difference.
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